Abstract
Introduction
he organizational literature dealing with turnover generally defines it as voluntary separation of individual from an organization (Price and Mueller, 1981) . Turnover is a dysfunctional aspect of organization (Dalton et al, 1982) and it is generally agreed upon to be an important management issue-that, it is a costly ( McConnell, 1999) phenomenon, generally disruptive for the organization (it is often beneficial to both individuals as well as the organization -see Dalton et al, 1982) , it affects employee performance (Anderson and Buchholz, 2001) , and consequently, it should be carefully managed so that the rate is reduced, and keep adverse impact under control.
Based on a longitudinal study, the Center for the Child Care Workforce in a recent release (Whitebook, Sakai, Lombardi, & Culbreth, 2001 ) stated that -Child care centers, and the child care industry as a whole, are losing well -educated teaching staff and administrators at an alarming rate, and hiring replacements teachers with less training and education.‖ It also stated that high employee turnover -negatively affected their ability to do their jobs, and for some, contributed to their decision to leave.‖ In fact, high turnover rate is argued to be a characteristic of the childcare industry (Brown, 2001) . While the industry is expanding by leaps and bounds, it is imperative that scholars of business come forward to assist the emerging managerial/entrepreneurial class with empirically grounded theories.
The U.S. Census Bureau predicts that one-half of all children born in the first decade of the twenty-first century will live with a single parent at some point by the time they turn 18 years of age. In 1998, 34.7 million families had children under the age of 18 (Rogensburger, 2001 ). The increasing participation of mothers in the paid workforce enhanced the propensity of corporate and governmental recognition and support for child and infant care. As such, the business of childcare centers has been continuously growing. Since 1963, the percentage of women in the workforce shifted from 34% to 45%. By 2005, women are estimated to make up 57% of all new entrants and they soon will constitute almost 50% of the workforce (Whigham-Desir, 1993). In addition, the percentage of mothers with children under six years of age doubled between 1970 and 2000 from 32 percent to 65 percent (Smith, 2000) . Consequently, the share of children under age five enrolled in center based care increased between 1977 and 1993, from 13 percent to 30 percent (USHR,1996). Stoney and Greenberg (1996) suggest that an estimated $40 billion is being spent annually through the parental, governmental, the charitable and the corporate contributions combined. As the market expands, more and more enterprises and corporations enter the market.
High turnover rate in the childcare workforce confounds adversely the business characteristics of this sector with massive labor intensity, no economies of scale, weak brand distinction, chronically low profit margin, heavy regulatory oversight, and the existence of a large body of non legal facilities competing. Such a situation creates a volatile market and sustainability conditions for the childcare centers. No other sector of the workforce with the probable exception of nursing, where turnover is argued to be an issue of domestic as well as international concern in the hospitals (Hom and Griffeth, 1991; Hom and Kinicki, 2001; Fang, 2001 ) and the challenge of turnover is acutely felt and dealt with on a recurrent basis. It is in this context that this paper is written-to examine the empirically grounded problem of turnover in the childcare workforce in the context of the existing organizational literature. It is expected that findings will lead to useful managerial imperatives for childcare centers.
As early as 1982 Bluedorn reported that over 1,500 studies of turnover have been conducted in the past century. Numerous papers on the topic since 1982 appeared both on the cause as well as the effect of turnover (for instance, Borjas, 1984 Lee et al, 1999; Steel, 2002) as well as determinism in theory building in this area. However, the child care sector where the problem seems to be more acute still remains neglected, and under studied . From data collected from 70 private childcare centers in New York City authors seek to verify the claims of acuteness of the turnover as an HR issue and review solutions within the existing theoretical framework.
Hypotheses

H1:
Higher the level of job satisfaction, lower is the turnover rate in the childcare centers H2:
Higher the level of commitment, lower is the turnover rate in the childcare centers H3:
Higher the level of job enrichment, lower is the turnover rate in the childcare centers H4:
Higher the level of motivation, lower is the turnover rate in the childcare centers H5:
Higher the compensation, lower is the turnover rate in the childcare centers H6:
Turnover rate tend to be higher in centers with high incidence of clientele problems (i.e. negative outcomes) irrespective of compensation, job satisfaction and commitment.
H7:
Higher the behavior profile, lower is the incidence of negative outcomes and consequently lower is the turnover rate.
Job satisfaction and organizational commitment are center pieces of turnover theory (Steel, 2002) . Job satisfaction was found to be inversely related to turnover (Vroom, 1964 
Methods And Measurement
A mail questionnaire instrument was developed to conduct the study. The instrument elicited factual information from the Director/Owner of the centers. The questionnaire consists of five distinct sections: a. General Profile of the Childcare centers, b. Internal/External aspects of operation, c. HR profile and strategies, d. Goals and Missions, and e. Business Challenges. A draft questionnaire was sent to the Bureau of Day Care of the New York City Department of Health for possible modification. It was then used for a pilot survey among 25 childcare centers. Based on this pilot survey, the questionnaire was modified and finalized for the final survey. In addition to questions pertaining to general profile (i.e., age of the center, number of employees, owner/manager's educational level, ethnic composition of employees and children), specific questions on recruitment strategies, fees, profitability, and other financial questions such as total revenues in the previous year were asked. The directors were asked to rate (from "Highly Agree‖ = 1, to "Highly Disagree‖ = 5) various statements about internal/external environment and the operation of the center, bureaucratic profile, mission and goals, nature of personnel practices, managerial attributes and aspects of business operations. In addition, directors were asked questions regarding the challenges that the center faces (behavior and discipline issues of the children, external competition, employee turnover, etc).
Privately financed centers make-up about half of all preschool organizations (excluding the family day care); and another one-fourth receive subsidies that comprise between 1% and 80% of their operating budget. Over one-half of all government support for childcare flows in the form of tax credits or targeted vouchers (Fuller et. al. 1993 ).
The sample for this study consisted of 70 privately owned childcare centers attended primarily by minority children from the five boroughs of New York City. This was a sampling based on the ethnic concentration of city neighborhoods where more than 60% of the children belonged to ethnic minority groups (e.g., African-American, Latino-American, Asian-American and others). Approximately 200 privately owned childcare center directors were contacted from a list from the New York City Department of Health. One hundred and eighteen of them agreed to participate. Accordingly, a letter of explanation, assurances of confidentiality, a questionnaire instrument, and a stamped addressed envelope were mailed with anticipated completion by the center directors. A total of 91 (77.11%) completed questionnaires were returned. Of these, 21 were considered unusable because they were incomplete. Thus the data of this study comes from 70 (n=70) questionnaires that represent 76.92% of the questionnaires received.
Negative outcome (NOUT) as a composite variable was conceptualized in terms of managerial problems and issues. These outcomes are dichotomized categorical variables (with 0,1 values) in the instrument. Job enrichment as proposed by Herzberg (2003) included empowerment and the individual's ability to design his/her own jobs. Furthermore, organizational behavior profile included items of perceived motivation, morale, job satisfaction, commitment, and employee dedication. This scale (Behavpro) produced a high alpha reliability coefficient of a=.83. Finally, negative outcome (Nout) was measured by adding six dichotomous items (i.e., children's behavior problems, discipline problems, and the like). This composite scale produced an alpha reliability of a=.70.
Findings
Data shows that 31 percent of the centers agreed that there is a high turnover rate among childcare workforce, and 26 percent of the centers agreed that high turnover rate is a managerial problem for them. Table-1 below shows zero order correlation coefficients for the selected variables with perceived high turnover rates. It seems that the high turnover rate is inversely related to centers encouraging employee feed back in major decisions (r=.438). A corollary variable, ‗employees demonstrate dedication in their assigned duties' also shows significant inverse relationship (r=-.409). Turnover is also inversely related to centers having established procedures for handling employee grievances and conflicts (r=-.462). Turnover seems to be higher for centers with perceived higher future uncertainty (r=.53). Existence of significant behavior problems of the child (r=.327), and discipline problem of the child (r=.337) are positively correlated with high turnover rates. Centers that are committed to workplace diversity and affirmative action seem to experience lower turnover rates (r=.-442). It is interesting to note that the findings regarding no job availability (NoJob) verify the condition of the labor market having an important bearing on the high turnover rate. If the childcare staffing reflects that a substantial portion of it's workforce is there due to non availability of jobs elsewhere, it should significantly and positively contribute to high turnover rates, and does (r=.361). Negative outcomes comprised of a number of items, including clientele problems, and managerial challenges also shows a significant positive association with high turnover rates.
The universally accepted (in the literature) independent variables having inverse associations with turnover as reflected in the first few hypotheses, such as, job satisfaction, commitment and motivation found support only in the direction (-) of the association. None of the coefficients are significant at an acceptable level. Perhaps the small sample size partially explains the small magnitude of and insignificant association with high turnover rate.
For hypothesis H 5 , zero order correlation between high turnover rate and low salary indicates (r=-.21) indicates a negative association but the coefficient is not significant. One way ANOVA between high turnover as a problem and low salary scales did not produce significant F statistics. Therefore, while the claim of low salary as a cause of turnover was generally supported, it did not turnout to be a significant variable explaining high turnover. Table -2 shows findings of several regression equations pertaining to the hypotheses stated earlier. A sub sample of centers with high turnover rates (where high turnover is a managerial issue) was selected for the regression equations. Equation-1 is based on traditional explanations of turnover rates. Employee commitment, motivation, job satisfaction, and morale were independent variables explaining the dependent variable, i.e. the high turnover rates. All the independent variables were entered together in the equation so that each coefficient shows the magnitude of association while controlling the impact of others. The multiple R=.493 shows a substantial multiple association with a raw R 2 =.243. However, the F statistics for this equation was also not significant. None of the B coefficients is significant although coefficients for motivation (B=-.372), job satisfaction (B=-.273, enrichment (B=-.074) and commitment (B=-04) support the inverse association as proposed in the hypotheses H 1 , H 2 , H 3 and H 4 . Equation 1 shows findings for Hypothesis 1-4. The standardized B coefficients again support the (hypothesized) zero order inverse relationships when the impact of all the variables are controlled for in one equation. The independent variables together explain about 25 (R 2 =.247) percent of the variance in the high turnover rate. However, none of the coefficients as well as F statistics is significant. Equation-2 addresses hypothesis H 6. Negative outcomes such as discipline problem, behavior problems of the children, and like, have strong and significant positive association (B=.328) with high turnover rates. Zero order associations in table -1 also did the same. When job satisfaction, motivation, and commitment were entered together, the positive association was not affected a great deal (B=.308), although F value declined sharply. This hypothesis therefore was verified by empirical evidence.
Zero-order analysis established that Behavior profile is inversely as well significantly associated with negative outcomes (r=.498). Equation-3 further addresses hypothesis H 7. The B coefficient (.337) and F statistics (F=4.57) are significant while the effects of low salary and behavior profile were controlled by the equation. This finding demonstrates support for hypothesis H 7. 
Conclusion
This study tested 7 hypotheses derived from the current body of organizational literature on turnover rate. This study used a sample of 70 privately owned childcare centers in New York City. All of the 7 hypotheses are either partially or fully supported by the empirical evidence. It was noteworthy that traditional causes for high voluntary turnover, such as low job satisfaction, low commitment, and low motivation did not show significant inverse association as was expected. However, many all of the insignificant coefficients (rs and Bs) would become significant simply by enlarging sample size. Low compensation also did not emerge a significant cause of high turnover rate in this study. Negative outcomes in the center such as, discipline problem, behavior problem, funding uncertainty, and the like seem to be important variables explaining high turnover rates in the childcare industry. Finally, the findings although supported the notion of higher turnover rate as a problem in the childcare workforce, but authors did not see a sign of alarm in this sample (only 31 percent believe that there is high turnover in the workforce, and only 26 percent agreed that it is a managerial problem for them) as claimed by the Center for the Childcare Workforce (Whitebook, Sakai, Lombardi, & Culbreth, 2001) based on their longitudinal work.
Thus, it seems that this study attempts to reaffirm that, beside the traditional dependent variables such as job satisfaction, commitment, motivation, morale and their usual correlates such as enrichment, empowerment, other sector/occupation specific variables may need to be included for turnover studies. From this study, it is evident that the work itself (James, 2002) , the negative outcomes from the work, and the perceived funding uncertainty (i. e. job security) should in fact be seriously looked at in developing any deterministic model of employee turnover. 
